ABSTRACT
INTRODUCTION
In the present scenario of high competitiveness, organisations need to have a human resource pool generating high performance that cannot be substituted by its rivals (Barney, 1991) . A lot of emphasis is given on performance and result-oriented services due to which participative management is considered as very essential for satisfaction of employees (Kim, 2002) . Participation allows individuals to share influence among themselves who are not hierarchially equal, and participative management practices help to maintain a balance on the involvement of managers as well as the subordinates in the daily tasks and activities related to the job (Wagner, 1994) . It is believed that participation makes an influence on work practices, recognition, and rewards, and these correlate with job satisfaction and organisational commitment (Appelbaum, Louis, Makarenko, & Saluja, 2013) . The highest levels of satisfaction in the work environment are likely to occur when there is high level of involvement by planning processes, generating alternatives, formulating policies, and evaluating results.
A work group is a collection of employees who work together to complete organisational goals (Kukenberger, Mathieu, & Ruddy, 2015) . Individual knowledge within a work group is necessary as it is the extent to which a work group member would perceive that his or her work specific knowledge and skills have improved as a result of working with the group. This process is considered as group learning. It is expected to be influenced by relationships between the employee and his coemployees. A positive work environment that is free of dysfunctional conflicts and has good amount of trust would help in learning within work groups. It is stated that satisfaction is positively related to group commitment (Bishop & Scott, 2000) . Both group learning and group commitment have been recognised as the main ingredients of a work group (Mathieu & Gilson, 2012; Kukenberger et al., 2015) . There is support from past research that employees learn and work as a function of getting attached to their respective work groups (Tannenbaum, Beard, McNall, & Salas, 2010) .
Affective form of commitment has a strong relationship with group level outcomes and citizenship behaviours because individuals impart greater effort when they get motivated by high levels of attachment, identification, and internalisation . Employees exhibit meaningfully distinct levels of affective commitment towards their organisation as well as their work group (Johnson & Yang, 2010) . Hence, the present study has focused on individual's affective commitment towards their work group. Affective group commitment has been labelled as simply group commitment in this study following the convention in past research (Cohen, 2003) . Indians have the essence of 'collectivism' or collective culture (Hofstede, 1980) . Hence, they prefer to discuss and work together.
We have selected Central Public Sector Enterprises (CPSEs), also known as public sector undertakings, as our empirical setting. The reasons for selecting public sector undertakings as empirical setting are many considering personal and business fronts. Firstly, they are renowned to be people-centric and dynamic (Gupta & Pannu, 2013) . Secondly, these organisations continue to attract millions of job seekers mainly because of job security and stability (Ahmad, 2013) . Thirdly, these organisations are growing in importance, nationally and internationally. According to SCOPE (2016) in India, "all public sector undertakings collectively accounted for 23.2 percent of the total market capitalisation" and "9 percent of India's total export earnings was contributed by these organisations". Fourthly, government orders for public sector undertakings generally aim at betterment of the society. Finally, public sector undertakings have a direct impact on foreign exchange earnings of the country because their focus is mainly on international trade in goods and services (Public Enterprises Survey, 2016) . A recent report highlights that the measures taken by the state for improving performance and commitment of the CPSEs, reflects in their robust growth and development (KPMG, 2012) . These above stated reasons only highlight the potential economic significance of the public sector undertakings in determining the Indian business growth.
To address the paucity of research in learning within work groups as well as gaps in the group commitment literature, a model is described and represented that empirically tested the influence of participation in decision making on job satisfaction, group learning and group commitment.
LITERATURE REVIEW

Participation in Decision Making
Participation in decision making is defined as sharing the decision making process in order to achieve organisational objectives (Knoop, 1995) . Individuals feel a sense of belongingness to the organisation when they are allowed to make suggestions and participate in decision making process. This is due to the fact that employees who make decisions that have their consent in them are more likely to value outcomes (Black & Gregersen, 1997) . Participation in decision making offers employees different levels of influence in making policies ranging from consultative committees to developing good relations with managers. When employees participate in decision making, it helps to build their commitment towards the organisation .
Job Satisfaction
Job satisfaction is widely studied in literature. It is a feeling about a job that is determined by the difference between the amount of valued outcome that an individual receives and the outcome he feels he should receive (Halepota & Shah, 2011) . It is an important attribute that is desired by organisations through their employees. This is due to the fact that job satisfaction is an explicit and potential determinant of absenteeism, turnover, in-role job performance, and behaviours within the organisation (Goh, Elliott, & Quon, 2012) . In addition, the primary antecedents of job attitudes are within the ability of the management to influence.
Group Learning
Learning is a process of change in cognition and behaviour, and it does not necessarily follow that these changes will directly enhance performance (Crossan, Lane, & White, 1999) . Group learning is defined as an outcome that represents a new shared understanding among the members of a work group (Wilson, Goodman, & Cronin, 2007) . Learning is an inherently dynamic process that unfolds over time. If a group develops a new level of shared understanding, then it suggests the presence of cohesiveness within the work group. Learning takes place when members of a work group have shared understanding (Senge, 1990) .
Group Commitment
Group commitment is defined as an individual's identification and sense of cohesiveness with other members of the organisation (Randall & Cote, 1991) . It is one of the less researched concepts in commitment research (Cohen, 2003) . Most of the research on group commitment related it to organisational commitment conceptually or empirically. Randall and Cote (1991) suggested that the importance of work-group commitment is its enhancement of social involvement, and this reinforces the social ties the individual develops with the organisation. They explained that on being hired, one's initial reference group gratifies one's needs for guidance and reassurance and exerts a lasting influence over individual attitudes to the organisation.
THEORETICAL FRAMEWORK
Participation in Decision Making and Job Satisfaction
A study conducted in a large manufacturing organisation had concluded that employees having a high desire to participate in decision making are likely to exhibit high levels of job satisfaction (Ornoy, 2010) . Similar fact was observed in a large manufacturing firm and a large public utility firm (Schuler, 1983) . Thus employees, who view their organisations behaving in their interest experienced greater job satisfaction (Parnell, 2003) . Therefore, it is important to understand when and how workplace participation in decision making contributes to gains for both employees and employers. Information flow and decision making are enriched and communications are more open and transparent (Anderson & McDaniel, 1999) . Thus, the review of literature led to develop the following hypothesis:
H1: Participation in decision making will be positively related to job satisfaction.
Job Satisfaction and Group Commitment
Certain tasks in organisations demand working in teams. Team spirit should develop among individuals in such cases. Team spirit is positively related to job satisfaction levels of employees in a developing country (Halepota & Shah, 2011) . Randall and Cote (1991) studied that group commitment evolves from social ties of individuals and with job satisfaction in an organisation. When the reference team members provide guidance and support to an individual, his social ties would improve. Further, it generally determines satisfaction with group achievements (Maynard, Mathieu, Marsh, & Ruddy, 2007; Bishop & Scott, 2000) . Hence, group commitment of the employee would also increase. Thus, the following hypothesis was developed:
H2: Job satisfaction will be positively related to group commitment.
Participation in Decision Making and Group Learning
Participation in decision making creates arenas that facilitate ties among individuals and groups with different goals and experiential backgrounds (Chattopadhyay, Glick, Miller, & Huber, 1999) . Increase in participation in decision making leads to an increased sharing of existing knowledge among employees of a work group relevant to the functioning of the organisation (Huber, 1991) . Organisations that support participation in decision making aide group learning (Kuo, 2011) .
Participation in decision making may help employees to work with responsibility.
In this way, participation may help them to learn by facilitating interaction between them. This led to proposal of the following hypothesis.
H3: Participation in decision making will be positively related to group learning.
Group Learning and Group Commitment
Learning mainly developed in the psychological field over a long evolutionary history (Wang & Ahmed, 2001 ). Learning occurs with shared understanding and group dynamics of the members in a work group in an organisation (Pantouvakis & Bouranta, 2013) . Learning among group members may develop bonding between them (Limpibunterng & Johri, 2009 ). This may help them to identify themselves with their respective work groups. It is also believed that learning within a work group benefits commitment of the members towards the group (Johnson & Yang, 2010) . This led to the formulation of the following hypothesis:
H4: Group learning will be positively related to group commitment.
Participation in Decision Making and Group Commitment
Research in general supports a link between participation in decision making and commitment (Appelbaum et al., 2013) . Employees often regard participation in decision making as a way to believe that their efforts are being recognised . Participation in decision making facilitates group performance (Chen, Kirkman, Kanfer, Allen & Rosen, 2007) . When employees have the ability to participate in decision making, they perceive it as an organisational support that may facilitate group commitment (Kukenberger et al., 2015) . Thus, the following hypothesis was proposed:
H5: Participation in decision making will be positively related to group commitment.
Job Satisfaction and Group Learning
Job satisfaction has been widely researched. It is considered necessary for the members of a work group in order to have group learning. It is believed, learning that an employee receives depends on the level of his satisfaction with job (Goh et al., 2012; Alonderiene, 2010; Chiva & Alegre, 2008) . Learning within groups, which is boosted by job satisfaction, is known to facilitate organisational and individual goals (Rowden & Ahmad, 2000) . A happy employee often tries to identify with his job and tries to interact and learn from the group members (Wang, 2007) . These arguments led to framing of the following hypothesis:
H6: Job satisfaction will be positively related to group learning. 
METHODOLOGY The Sample
Convenience sampling technique was adopted to identify organisations. Convenience sampling has been adopted for many studies related to organisational behaviour (Verma & Duggal, 2015) . The sample consists of employees from different departments namely, human resource, finance, electrical, instrumentation, civil, environment, tender and contract, sales, production, chemical, lab, research and development, and several other departments. Participation of employees in this study was voluntary. Respondents were asked not to disclose their identities so that the identities are anonymous. They were requested to respond to all the questions.
This procedure entails participation from all regions based on convenience, willingness, interest, and availability of respondents to obtain quality responses (Teddlie & Yu, 2007) . The sample includes executives of different departments namely, electrical, mechanical, instrumentation, finance, etc. Participation in the study was voluntary and identities of participants were kept anonymous. Anonymity and confidentiality were preserved in this way leading to more accurate responses. A passive consent approach was adopted. The receipt of a completed questionnaire was left at the discretion of the respondent. The respondents had the liberty of not answering any particular question. However, they were requested to answer leaving out least number of questions.
The target population of the present study consists of employees belonging to managerial cadre. A total data of 397 employees have been collected from different hierarchical levels, that is, junior, middle, and senior levels. The business organisations comprised of public sector undertakings located in various parts of India. These public sector undertakings were selected in such a way that they represented bauxite mining and petroleum products industries. According to IBEF Report (2016), the oil and gas sector is among the core industries in India and plays a major role in influencing decision making for all the other important sections of the economy. In addition, India's economic growth is closely related to energy demand; therefore the need for oil and gas is projected to grow more, thereby making the sector quite conducive for investment (IBEF Report, 2016) . Electronics, transportation, packaging, and construction industries from all over the world invest in India for buying bauxite thus leading to exports (Aluminium Industry Report, 2016). We personally visited the organisations for collecting data. Data collected from these diverse organisations helped to obtain high statistical power as well as greater occupational heterogeneity (Langelaan, Bakker, van Doornen, & Schaufeli, 2006) . The sample was drawn during the period from May 2015 to December 2015.
Out of the 550 survey questionnaires distributed, 430 (i.e., 78.19%) questionnaires were received. After rejecting the incomplete questionnaires, 397 (i.e., 72.19%) questionnaires were retained for the study. Table 1 shows the different demographic characteristics of the sample.
Measures
A scale developed by van Veldhoven and Meijman (1994) measuring participation in decision making consisting of eight items was used (e.g., "Can you discuss work problems with your superior?"). All items were measured using a five-point Likert scale ranging from 'always' to 'never'. To assess job satisfaction, a scale developed by Warr, Cook & Wall's (1979) was used which has a total of 15 items. It has two dimensions: intrinsic job satisfaction consisting of seven items (e.g., satisfaction with freedom to choose your own method of working) and extrinsic job satisfaction consisting of eight items (e.g., satisfaction with fellow workers). All items were measured on a five-point Likert scale ranging from 'I am extremely satisfied' to 'I am extremely dissatisfied'.
A scale developed by Bontis, Crossan, and Hulland (2002) was used to assess group learning. It has a total of 10 items (e.g., "In meetings, we seek to understand everyone's point of view."). All items were measured on a five-point Likert scale ranging from 'strongly agree' to 'strongly disagree'.
Group commitment was assessed using Ellemers, de Gilder, and van den Heuvel's (1998) scale. It consisted of seven items (e.g., "I am prepared to do additional work when this benefits my work team"). All items were measured on a five-point Likert scale ranging from 'strongly agree' to 'strongly disagree'.
Statistical Tools and Techniques Used for Data Analysis
The Statistical Package for Social Sciences (SPSS) and WarpPLS were used to analyse the data. The hypothesised structural equation model emerging from the review of literature was subjected to analysis and fit tests. Descriptive statistics, developing the correlation matrix, and calculating Cronbach's alpha values of the various measures used in the study have been analysed using SPSS. Partial least squares (PLS) provides many advantages in terms of measurement scales, sample size, and the complexity of the models to be tested as compared with covariancebased structural equation modeling like Lisrel and AMOS (Chin, 2010) . The hypothesised model was tested and the conclusions regarding the model fit and acceptance are reported.
RESULTS
Outer Model / Measurement Model Validation
The relationship of observed variables with their respective latent constructs comprises the outer model. Indicator reliability, construct reliability, and construct validity (convergent and discriminant validity) is examined. Convergent validity means all observed variables specified under any particular factor should measure only that factor and not any other factor; whereas, discriminant validity means each factor should be different from other factors measured by a particular set of indicators (Kline, 2015) . Table 2 have factor loadings that are close to or above .50. The indicators JS1, JS3, JS5, and GL14 had factor loadings of .43, .38, .42, and .47 respectively. Indicator loading is preferred to be greater than .50 (Hair, Black, Babin, Anderson, & Tatham, 2010) . Hence, it was decided to exclude these four indicators from further analysis. In addition, it is evident from Table 3 that all variance inflation factor (VIF) values are less than 5. A rule of thumb rooted in the use of WarpPLS for many structural equation modeling (SEM) analyses in the past, as well as past methodological research, suggests that VIFs of 3.3 or lower avoid issues of multicollinearity and high inter-associations among latent variables (Kock & Lynn, 2012) .
All the indicators in
Construct validity is established by composite reliability (CR) values of the construct. Composite reliability is considered to be a superior alternative to Cronbach's alpha (Chin, 2010) . CR measures the sum of a latent variable's factor Note: CR = composite reliability; AVE = average variance extracted; VIF = variance inflation factor
As the values for Cronbach's alpha in Table 3 are well above the recommended threshold of .70, hence the reliability of the measurements is considered valid (Chin, 2010) . Table 4 presents the correlations among the latent variables with square roots of average variance extracted (AVEs) shown on diagonals. Correlation analysis was employed to examine the relationship among participation in decision making, job satsifaction, group learning, and group commitment. For assessing discriminant validity, bivariate correlation of a construct or variable with other constructs should be less than the square root of AVE of the construct (Hair, Hult, Ringle, & Sarstedt, 2016) . This is observed for all variables in Table 4 . Thus, discriminant validity of the variables PDM, JS, GL, and GC is established.
Inner Model / Structural Model Validation
Proposed hypothetical model was prepared in a recursive manner to avoid problems associated with statistical identification (Hair et al., 2016) . Figure 2 shows the results of a structural equation modeling analysis aimed at testing the hypothesised effects among the latent variables. The β coefficients for each link are shown near the arrows, and they refer to the standardised regression path coefficients associated with statistically significant effects. Notes: β = path coefficients associated with a causal link in the model; ** denotes significant at p < .01; * and dotted arrow denote not significant; R 2 = variance explained by the model for a particular endogenous latent variable
The strength of each path of the structural equation model and the variance (R 2 coefficients) of the endogenous constructs should be greater than .1 (Hair et al., 2010) . Figure 2 shows that the R 2 coefficients of endogenous latent variables are greater than .24 (good amount of variance is explained by the hypothesised variables). PDM is an exogenous variable, so there exists no R 2 value. As evident in Figure 2 and Table 5 , all the significant path coefficients are above .24 except for one path which is insignificant. The values of t-statistics are shown in Table 5 .
The value for t-statistic above 2.57 is considered significant above .01 level. All the t-statistics of the significant paths are above 2.57 (Hair et al., 2010) . Hence, the structural model is validated. .38, p < .001 p < .001 Average adjusted R-squared (AARS)
Model Fit of the Structural Model
.37, p < .001 p < .001 Average block variance inflation factor (AVIF)
1.72 ≤ 3.3 Sympson's paradox ratio (SPR)
1.00 ≥ .7, ideally = 1 Average full collinearity VIF (AFVIF)
1.77 ≤ 3.3 R-squared contribution ratio (RSCR)
1.00 ≥ .9, ideally = 1
Statistical suppression ratio (SSR) 1.00 ≥ .7 Nonlinear bivariate causality direction ratio (NLBCDR)
1.00 ≥ .7 Table 6 shows the hypotheses testing results. The results of the analysis suggest that participation in decision making has a significant and positive relationship with job satisfaction (β = .53, p < .01). Hence, hypothesis 1 was accepted. Job satisfaction has significant relationship with group commitment (β = .36, p < .01). Thus, hypothesis 2 was accepted. Participation in decision making has significant relationship with group learning (β = .24, p < .01). Hence, hypothesis 3 was accepted. Group learning has significant and positive relationship with group commitment (β = .24, p < .01). Hence, hypothesis 4 was accepted. Participation in decision making has no significant relationship with group learning (β = .08, p = .03) though there was a significant bivariate correlation between participation in decision making and group commitment (.39) evident in Table 4 . Hence, hypothesis 5 was refuted. Group learning has a significant and positive relationship with job satisfaction (β = .53, p < .01). Hence, hypothesis 6 was accepted. 
RESULTS
DISCUSSION
The positive relationship between participation in decision making and the other constructs like job satisfaction in this study lends credence to previous findings that employees value the opportunity to participate in decision making affecting them (Ornoy, 2010) . This might be because of the fact that employees have an increasing desire to take part actively in the internal matters of the organisation. The results suggest that Indian public sector undertakings interested in enhancing employee job satisfaction should consider how effectively the employees participate in decision making which has been supported in previous research.
Job satisfaction is positively related to group learning. This is consistent with previous research findings (Goh et al., 2012) . Learning among individuals in an organisation occurs only when there is a supportive work environment. It intends to provide job satisfaction to the employees. When employees are satisfied with their job and co-workers, the social ties of the employees get strengthened. Hence, sharing of existing knowledge within the members or group learning takes place.
Another interesting finding was that participation in decision making has no significant relationship with group commitment. This may be due to the fact that not all employees share the equal amount of participation in decision making in a work group. Employees who are senior may enjoy a slightly higher amount of participation compared to junior employees. Hence, this could lead to demoralisation of the rest of the employees who have lesser right to participate in making decisions. A work group is identified by its group cohesiveness. Unequal distribution of power leads to low group cohesiveness. The performance of a group is viewed collectively. Group performance and individual performance are viewed from group perspective and individual perspective respectively. Thus, when the group cohesiveness is hindered, it also hinders the level of group commitment of the employees in a work group.
Group learning was found to have a positive and significant relationship with group commitment. The present finding is in accordance with previous research (Limpibunterng & Johri, 2009) . This is because group learning increases communication among the group members. This helps to build strong social ties. Thus, guidance and support are exhibited by the group members towards each other. Problem-solving skills are enhanced. The feeling of identification of an employee towards his work group increases gradually. Affective commitment towards the work group also increases. In this way, when all the work group employees share a common level of understanding about different job related issues and they are attached with common organisational goals, their commitment towards their work group is facilitated.
Results indicate that participation in decision making is positively and significantly related to group learning as supported by past research (Chattopadhyay et al., 1999) . When employees enjoy participation in decision making, they intend to learn, disseminate knowledge within groups, and help in the effective functioning of the organisation. Learning occurs as a result of working over years, or in other words, experience gathered while working on different work aspects over time. Participation means each individual has been assigned some task or responsibility. Participation makes every group member interact with each other to serve the purpose of work. If any member has to clear a work-related query, he will seek help from fellow group members. In this process, group learning takes place.
It is evident that job satisfaction has a significant and positive relationship with group commitment as studied in the past (Bishop & Scott, 2000) . Identification and attachment with the group can be improved by providing supportive work groups and providing recognition within the reference groups for good work. When members of a work group of an individual provide support and guidance in work, the satisfaction obtained by good work will help in observing significant amount of group commitment. Job satisfaction helps members gain a positive feeling about their work. They feel their effort is recognised by management. They feel happy about the fact that their contribution is evident through success of their work group. As this happens, they begin to recognise themselves as important part of their work group. This form of recognising and identifying with the respective work groups leads to building group commitment.
THEORETICAL IMPLICATIONS
These findings carry many implications for Indian managers. It is important to identify the different ways to increase commitment and develop measures to improve the same. Unlike in Western cultures, Asians often prefer to work in groups. Collectivist tendencies exist among Asians. There are differences not only in cultures, but also in economic systems. These include the extent to which organisations carry out business and the rules and regulations of governance. South Asian countries, like India, have good business potential as it has high economic growth (Pathardikar, Sahu, & Jaiswal, 2016) . Indians have the essence of 'collectivism' (Hofstede, 1980) . Hence, they prefer to work and take decisions collectively. This fact can be leveraged by managers by putting individuals specialising in a particular area together in a work.
Certain tasks are performed individually and also, certain tasks demand collective work in the CPSEs. Individual responses from respondents were obtained for their extent of participation, learning and commitment for this study. Hence, the findings would be relevant to all organisations which function in a similar manner as that of the CPSEs.
Also, experienced employees can work together for good team productivity. Since learning demands cordial relations among employees, this aspect has to be leveraged by the managers to increase group commitment of employees. In addition, this study demonstrates that job satisfaction is positively related to group commitment and group learning. Managers should ensure that highly skilled employees with long tenures work together so that maximum productivity is achieved and the experience passes on to all employees while they share and discuss work.
MANAGERIAL IMPLICATIONS
The results of this study have certain important implications for managers in Indian workforce. Managers should emphasise on making every employee share certain task or responsibility so that they feel they are contributing towards the success of the organisation. Through participation in decision making, managers can ensure that employees are satisfied and they learn within work groups.
Because participation in decision making is found to play a significant role in job satisfaction, delegating tasks within a work group to meet deadlines is likely to enhance the level of interaction among members. Alonderiene (2010) stated that group learning is an important variable found in work groups. Interaction enhances learning within groups. As group learning is found to be responsible for group commitment, managers should ensure that group members have good rapport and cordial relations. Thus, participation in organisations that focuses on enhancing group learning would help to increase group commitment.
With employees experiencing job satisfaction, they will be very happy and content with the kind of work they do. Hence, they will be interested in the type of work they perform. Additionally, they will be able to adapt and learn new changes and techniques in work. Also, group learning has its ability to facilitate group commitment. Hence, managers can focus on making employees satisfied and providing them with certain responsibility so that they learn over the process of working and develop a sense of identification and recognition with the work group.
CONCLUSION
Participation in decision making is highly desired for managing work groups and individuals working in a work group based environment. Since participation in matters and policies of the organisation makes the employee feel a sense of belongingness towards the organisation, their levels of behavioural outcomes are impacted. Most importantly, effective management of jobs by delegating power throughout all levels of hierarchy would produce positive results to influence group learning and group commitment of employees within a work group.
The managers of public sector undertakings should focus on participation by every potential employee in day-to-day work issues. In this manner, the managers would be able to tap the skills and knowledge of potential employees towards the effective functioning of the organisation. The practice of participative management makes the employee feel empowered to be able to work efficiently and it enhances job satisfaction. Managers should clarify the role and processes of participation and ensure expectations of employees are realistic and equitable. Maintaining a constant dialogue with employees is one way of avoiding misunderstandings and promoting positive outcomes.
LIMITATIONS AND FUTURE SCOPE OF RESEARCH
Despite its contributions, the present study has certain limitations. This study specifically includes Indian public sector undertakings. Thus, the results of the study should be used carefully while applying to other companies such as multinational companies (MNCs). The diverse sample from different MNCs could lead to better understanding of the model. The study considers the cross-sectional data only. This generates a future scope of testing causality with longitudinal data. Whereas, participation is a dynamic process and in order to firmly show relationships, the use of longitudinal study is necessary. Gauging the impact of participative management interventions and team learning interventions on various organisational and behavioural outcomes can be a scope for future researchers. Future research can also be carried with larger sample from different locations across different industries, which would improve the generality of the findings. In addition, research can be extended to other sectors like health care, education, services, and communication so that the findings can have larger implications.
